Regardless of their German vs. Thai nationality our participants, i.e. highly qualified people, share masculinity as a common value. Confirming previous studies, self-esteem like ILOC and OBSE are valid predictors for commitment and job performance. Limitations and outlook for further research are discussed.
Long-term orientation is not considered in this study as Smith et al. (1995, pp. 377-400) and Spector (2001, pp. 377-397) only showed impact of these cultural values (i.e. power distance, individualism, masculinity) on ILOC and on OBSE (Pierce & Gardner, 2004, pp. 591-622) . No difference occurs concerning indulgence which is not considered as well. Due to consistent comparisons with previous studies on individual self-evaluations (e.g. Spector, 2001, pp. 377-397) , the Hofstede's three dimensions (power distance, individualism, masculinity) are assessed in this case study. Rotter (1966, pp. 1-28) explained locus of control (LOC) as an individual's belief concerning control over his environment as an internal locus of control child samples between 1960-2002 that young Americans showed higher AOC than before, i.e. more individualism and self-serving bias.
Locus of control
Our hypotheses are as follows:
· Cultural values, e.g. high individualism, low power distance and high masculinity, are linked to high ILOC.
· ILOC is a predictor for AOC and job performance in cultures with high individualism and low power distance, i.e. for the Germans as opposed to the Thais.
Organization-based self-esteem
Self-esteem (see Kanning & Schnitker, 2004, pp. 112-121) is a personal attitude about to what extent an individual thinks positive or negative himself (Baumeister, 1998, pp. 680-740; Kanning & Hill, 2012, pp. 13-21) . Judge et al. (1997, pp. 151-188 ) define self-esteem as an aspect of a general self-concept, i.e. core self-evaluations, which includes ILOC, self-efficacy and emotional stability beyond self-esteem. Pierce et al. (1989, pp. 622-648 ) defined a self-esteem concept for organizational context using the extent to which a person believes he provides a valuable contribution to his organization on three levels of self-esteem: task or situation self-esteem, organization-based self-esteem (OBSE) and global self-esteem (Pierce et al., 1989, pp. 622-648; Gardner & Pierce, 1998, pp. 48-70) .
Impact of OBSE. Pierce &Gardner (2004, pp. 591-622 ) summarized that organization-based self-esteem (OBSE) impacts job satisfaction and performance, motivation and commitment with one's own organization (Bowling et al., 2010, pp. 601-626; Gardner & Pierce, 1998, pp. 48-70; Kanning & Schnitker, 2004, pp. 112-121; Tang & Gilbert, 1994, pp. 127-134) . OBSE is adopted in this research, which focuses on the context of organization. Accordingly, employees with positive experiences are considered to possess a positive work-related attitude and job performance, while negative experiences will lead to negative job performance and outcomes (Bhana, 2014) .
OBSE between collectivism and organizational citizenship in a US sample of a non-profit organization. Tang et al. (2000, pp. 535-559) found a relationship between Japanese culture (with high power distance and collectivism -but not assessed) and OBSE in a Japanese in contrast to the US plant of the same organization. Haar & Brougham (2016, pp. 720-735) Brougham (2016, pp. 720-735) suggest "the implementation of tailored management policies to support cultural differences within New Zealand's diverse workforce".
Our hypotheses are as follows:
· Cultural values, e.g. high power distance, high collectivism and high masculinity impact OBSE.
· OBSE is a predictor for AOC and job performance in general; cultures with high collectivism, high power distance and high masculinity might support this relationship.
Affective Organizational Commitment
Allen & Meyer (1990, pp. 1-18) and Meyer & Allen (1991, pp. 61-98) defined organizational commitment as "a psychological state that binds an employee to an organization, thereby reducing the incidence of turnover" including three components: affective commitment, continuance commitment, normative commitment. One of these three components is an extraordinary predictor for positive work behavior and in the focus of our study: Affective organizational commitment (AOC) refers to the willingness that makes employees continue their employment with the organization. A moderately strong correlation between AOC and citizenship behavior reported by 22 studies suggests the employees' expression of "going the extra mile (Colquitt et al., 2016, p. 67) . Meyer et al. (1989, pp. 152-156; 2002, pp. 20-52) 129-146) revealed at a Jordanian university that masculinity, individualism and uncertainty avoidance influence commitment. The impact of this study is limited as AOC is combined with normative and continuance commitment into one score in their analysis but three components show different impact on job performance and withdrawal (Meyer et al. 2002, pp. 20-52) .
· Cultural values like low power distance, high collectivism and femininity (similar to humane orientation) impact AOC.
· OBSE and IOC are predictors for AOC, see hypotheses 2. and 4. of employee behavior that contributes, either positively or negatively, to organizational goal accomplishment". Yousef (2000, pp. 6-28) suggested two dimensions of job performance: quality and productivity. In our study, the self-appraisal technique of Youssef (2000, pp. 6-28 ) is used because the approach of "self-appraisal technique on quantity and productivity" is proven to yield plausible outcomes (Chen & Silverthorne, 2008, pp. 572-582) .
Further, we stick to a cross-sectional study design rather to a survey in one 
Measures Cultural Values
The Values Survey Module developed by Hofstede & Minkov (2013) was employed to measure the variables. The scale uses a 5-point Likert scale, where one was the lowest score and five was is the highest score. The reliability of VRM 2013 was tested by each dimension and values were found to be over .70 (Hofstede & Minkov, 2013) . Three dimensions (power distance, individualism vs. collectivism, masculinity vs. femininity: each with 4items) are applied. Because of our analysis requirements we decided to discard the proposed index formulas of Hofstede & Minkov (2013) . An aggregated value of all items of each dimension are formed for our statistical analysis.
Internal Locus of Control (LOC)
ILOC is measured by adopting Levenson's IPC Scale (Levenson, 1973, pp. 397-404) . Eight items of ILOC scales out of the original 24 items are taken into account. Further, a 6-pointLikert scale is labeled from strongly disagree as the lowest score to strongly agree as the highest score; the sum of 8 items represents the ILOC attitude of each participant.
Organizational Based Self-Esteem (OBSE)
Due to its good reliability (between .86 and .96) and multi-language availability (Kanning & Hill, 2015, pp. 13-21) , the OBSE scale of Pierce et al. (1989, pp. 622-648) is applied with 10 self-assessment items. Each is rated based on a 5-point Likert scale (1 = "totally disagree" to 5 = "totally agree").
Affective Organizational Commitment
The AOC scale was developed and validated by Allen and Meyer (1990, pp. 1-18) . For the AOC scale a revised version with six items is applied and rated on the basis of a 5-point Likert scale (1 = "totally disagree" to 5 = "totally agree", Meyer et al., 1993, pp. 538-551; Meyer et al., 2002, pp. 20-52) . is excluded because it generated the smallest extraction value; the score did not reflect job performance in previous research. A5-point Likert scale with very low as the lowest score and very high as the highest score was employed.
Self-Appraised Job Performance

Results
Reliability of Scales
To prove the reliability of each scale, the cronbach's α is calculated. If the cronbach's α is higher than 0.70 (Streiner, 2003, pp. 99-103) , an index is ag-gregated for each variable. For the ILOC the cronbach's α is .83, regarding OBSE the cronbach's α is .88, for cultural values the cronbach's α for power distance is .85, for individualism.86, for maculinity.86; concerning AOC the cronbach's α is very high with .93, for self-assessed job performance it is the lowest, but still fine at .79. Thus, an index is calculated for each scale.
Test of National Effects
Based on Spector et al. (2001, pp. 377-397) , the first test is to show that the In the overall regression analysis on OBSE, no significant betas occur for nationality in contrast to predictors for ILOC; but a strong significant beta coefficient for high masculinity on OBSE occurs (beta=.59, t(195)=4.07, p<.01, R2= 0.13), as well as a significant negative beta for high collectivism (negative to individualism) on OBSE (beta=-.38, t(195) =-3.05, p<.003).
Predictors for AOC and Job Performance
The impact of the independent variables on AOC are first tested in a sep- To identify whether our predictors (i.e. nationality, cultural values, self-beliefs) are inter-correlated or independent of one another, a factor analysis with varimax-rotation is conducted. Two independent factors are detected:
The first factor (cultural value set) explains 56.31% of the total variance formed by nationality (eigenvalues: .97), masculinity (eigenvalue: -.91), power distance (eigenvalue: -.88) and individualism (eigenvalue: -.91). The second factor (self-esteem) is based on ILOC (eigenvalue: .90) and OBSE (eigenvalue:
.93) and explains28.42% of the variance. Thus, Hofstede's studies (2001) are confirmed; there is a strong independent factor of the country's cultural values including nationality explaining more than 50% of the total variance.
In addition, a second factor of self-esteem emerged, but explaining less of the total variance than the first factor. These two independent factors are relevant to consider for recruiting and developing the right talents in inter- 
Final Remarks
The nationality of Germans vs. Thais significantly impacts three variables (cultural values, ILOC, and AOC) except OBSE and job performance. Interestingly, the younger people are more affective committed to their organizations than the older ones, which might be explained by the daily work routine of older people after working at organizations for years. The Thais are more affective committed than the Germans, even though Asians leave companies more frequently (10%average turnover rate) than the Germans (Europe: 6%average turnover rate, Mercer's Turnover Survey, 2015) . Further studies (the Nation, 2013; Turongsomboon & Pillai, 2016) report the same direction that average turnover rate for Asians is higher than Europeans recently, especially for Thailand the turnover was 13%, comparing globally. Their junior management is the most vulnerable group for voluntary turnover. Suggested from Hay Group's study (Chulajata, 2012) , this phenomenon resulted from the government wage's policy and the free flow of labor due to ASEAN Economic Community (AEC). Due to the historical and political impact, the collectivist perspective is valued more in Asia than in Europe (Hofstede, 2013) . Due to Meyer et al. (2002, pp. 20-52) , AOC leads to lower turnover in organizations.
This opposing result should encourage the conducting of a future study at a company by comparing the employee survey data of different age groups concerning self-esteem, AOC and turnover.
The impact of cultural values on core self-beliefs is partly confirmed: High masculinity predicts higher ILOC and OBSE, even though the Germans show higher masculinity than the Thais. Focusing on achievements in business (high masculinity) enables a strong belief in one's own capabilities and self-esteem (ILOC & OBSE) regardless of the level of masculinity between the Germans and the Thais. However, this does not support our hypothesis 2., contrary to previous ILOC studies of Smith (1995, pp. 377-400) and Spector (2001, pp. 377-397) in which individualism impacts ILOC.
Confirming our hypothesis 3, OBSE is influenced by collectivism in line with Van Dyne et al. (2004, pp. 439-459) and by masculinity accord to Sanandaraj & Thomas (1986, pp. 119-124) . Surprisingly, nationality only influences ILOC, but not OBSE; this result was not expected. However, ILOC and OBSE are highly correlated (r=.70, p<.001 for ILOC and OBSE); both form one factor in the factor analysis supporting the general self-efficacy concept (Judge & Bono, 2001, pp. 80-92) . In general, international managers should place an emphasis on hiring and developing people with high self-esteem (high ILOC, high OBSE) and high masculinity regardless of their nationality.
For managers in international companies deploying highly qualified people, the most interesting results are that the self-esteem and nationality influence AOC: Supporting our hypotheses 2 and 4, overall core self-evaluations, i.e. high ILOC and high OBSE, predict high AOC. Our results confirm the previous results for ILOC by Ng et al. (2006 Ng et al. ( , pp. 1057 Ng et al. ( -1087 and of the OBSE by Pierce & Gardner (2004, pp. 591-622) . Contrary to our hypothesis 3, cultural values do not influence AOC, but nationality does: The Thais show higher AOC than the Germans. Further, the younger Germans show higher AOC than the older Germans, in line with the generational review about the self-confident generation Y (Twenge et al., 2010 (Twenge et al., , pp. 1117 (Twenge et al., -1141 . Surprisingly, in the country-by-country analysis, OBSE and age only predict AOC, but no longer predict ILOC. OBSE might be a stronger success factor for hiring and developing highly qualified people.
Due to hypothesis 6, the core evaluations (ILOC and OBSE) and AOC impact the self-assessed job performance confirming the ILOC analysis of Ng et al. (2006 Ng et al. ( , pp. 1057 Ng et al. ( -1087 , the OBSE review of Pierce & Gardner (2004, pp. 591-622) , and the AOC studies of Meyer et al. (2002, pp. 20-52) , and (2000, pp. 6-28) . Additionally the cultural value masculinity impacts the self-rated job performance, but is not assumed by our hypotheses: This strong belief and communication style in capabilities and results drives high ratings of job performance. The results discussed need to be considered carefully, as no objective measures of job performance (e.g. turnover of sales representative) are assessed in our case study.
Yousef
Further limitations of our case study are that the revealed results are restricted to highly qualified people, as our sample only includes academics with work experience. A small sample of 196 people was analyzed from a case study perspective. Future studies with large sample sizes and different levels of qualification are necessary to prove our results. In assessing both self-esteem components a future study should focus on more nationalities than the assessed one. A final limitation is that our case study is based on a correlational design rather than an experimental one (like the vignette task of Dries et al., 2008, pp. 907-928) .
In a nutshell, in line with previous research, ILOC and OBSE predict AOC, and surprisingly cultural values do not impact AOC, but nationality does.
In our case study, high AOC is bound by high self-esteem and the Thai nationality, which needs to be considered by HRM to enhance the drivers for increasing AOC. Based on our hypothesis, job performance was impacted by ILOC, OBSE and AOC, but by masculinity as well. Therefore, the influence of nationality and cultural values on those we assessed is not comparable.
Cultural values like masculinity are shared among highly qualified people regardless of nationality. Speculatively assumed masculinity might be a core value/belief of one's own self-concept/personality (like achievement, self-enhancement of Schwartz et al, 2012, pp. 663-688) rather than a cultural value as proposed by Hofstede (2017). Self-esteem like OBSE is a powerful predictor for affective commitment and in addition ILOC and OBSE are predictors for job performance. But ILOC and OBSE are more culturally bound than affective commitment.
As a research outlook, cultural bias is possible for self-esteem evaluations. Contrary to our results, the study of Cai et al. (2007, pp. 162-170) revealed that the Chinese show lower self-esteem than Americans only on cognitive self-evaluation, but on affective self-esteem evaluations American and Chinese show similar affective self-liking. Cai et al. (2007, pp. 162-170) showed that the measures of self-esteem are augmented on the cognitive 
